Although EI has become a popular tool in organizations there is still a need for increased empirical research on the construct (Salovey, Woolery, & Mayer, 2002) . This study contributes to the literature by providing more information about Emotional intelligence which may alleviate Work Engagement Behavior. It does this by building on the small existing pool of knowledge in order to extend the research on EI. The expected outcome of this study was an increased understanding of how EI impacts on Work Engagement Behavior. Emotional intelligence was measured using the 33-item Schutte Self-Report Inventory (SSRI) developed by Schutte and colleagues (Schutte et al, 1998) . Engagement was measured using the shortened version of the Utrecht Work Engagement Scale (UWES) . The scale consists of 9 items and was designed to measure the three components of engagement: vigor, absorption, and dedication. The samples of 119 employees who are from information technology services and Information technology enabled services of Chennai city in India, chosen for the study. Self Administered questionnaire distributed and information collected. Research design descriptive type with non probability purposive sampling technique was used for the study. The data were analyzed using SPSS (statistical package for social science) version 14.The statistical tools like Cronbach's Alpha Reliability Test, Correlation, Chi -Square Test, One -Way ANOVA, Post -Hoc Test, Factor Analysis and Regression Analysis were employed for the research study. From these Research Findings, managerial as well as theoretical implications have been discussed in this study.
people often must engage in multiple roles to fulfill job expectations which can be fulfilled by Emotional Intelligence. Hence this study tries to explore the relationship between Emotional Intelligence Construct and Work Engagement Behavior which really implicate the managerial and organization performance. 
Research objectives

Research Review
Although definitions for EI vary, it can generally be described as an individual's ability to assess the emotions of oneself and others, to accurately express and regulate one's emotions, and finally to use this information to direct thoughts and actions (Mayer, Salovey, & Caruso, 2000) .The aim of this section is to provide support for this statement through a thorough review of the EI construct. The most prevalent EI models will be explored and the current debate in the literature concerning the appropriateness of the different EI models and measures will be examined. The concept of intelligence is often associated with general mental ability, however several researchers have suggested that intelligence is a multifaceted construct incorporating several types of abilities. In the early twentieth century, Thorndike suggested three types of intelligence that were distinct from cognitive ability Thorndike, 1920 cited in (Kihlstrom & Cantor, 2000) . The three types were called abstract, mechanical, and social intelligence (Thorndike, 1920 cited in Kihlstrom& Cantor, 2000 . Abstract intelligence involves the comprehension and management of thought, while mechanical intelligence requires being able to understand tangible objects (Thorndike, 1920 cited in Kihlstrom& Cantor, 2000 . However, it is social intelligence that is most closely related to EI (Kihlstrom& Cantor, 2000 . Social intelligence involves the capacity to understand and get along with other people (Thorndike, 1920 cited in Kihlstrom & Cantor, 2000) . A large component of EI concerns the ability to understand emotions as they relate to one's self and others. The two concepts overlap because they both involve the skill of being able to understand others. Towards the end of the twentieth century, Gardner also proposed a theory of multiple intelligences that incorporated skills and capabilities that went beyond those associated with cognitive abilities (Gardner, 1983 cited in Schutte et al, 1998) . Two of the intelligences that Gardner proposed were known as the personal intelligences. The first is the concept of interpersonal intelligence and it closely relates to both Thorndike's concept of social intelligence and EI in that it involves the ability to understand others (Gardner, 1983 cited in Goleman, 1995 . The second is known as intrapersonal intelligence and it entails being introspective or developing an understanding of one's own motivations and feelings (Gardner, 1983 cited in Goleman, 2005 . Both intrapersonal intelligence and EI involve skills that require the individual to draw on being able to understand themselves and their emotions at an in-depth level. By incorporating similar ideas and concepts, the EI construct builds directly on the work of theoreticians such as Thorndike and Gardner (Salovey& Mayer, 1990) . Although academicians Salovey and Mayer (1990) were the first to use the term EI, the concept was extensively popularized through the writings of Daniel Goleman (2005) in his widely read book Emotional Intelligence (Landy, 2005; Matthews et al., 2002) . Popular interest in the topic has become so great that it appears to have surpassed the empirical research. In a search of the Psyclnfo database, Landy (2005) found 102 citations related to EI in empirical journals in a twenty year period from 1985 to 2005, and speculated that the number of cites in non-empirical journals would be much larger. Many claims were made in the popular press regarding the power of EI, but supporting empirical evidence is lacking (Landy, 2005; Matthews et al., 2002) . For example, Goleman (2005) implies that EI might be more influential than IQ (Mayer, Salovey, & Caruso, 2004 . Later a cover story in the weekly news magazine Time, repeated this claim suggesting that EI may be more important in predicting success than IQ or other measures of cognitive abilities (Gibbs, 1995) . However, the supporting research for these types of claims is often proprietary and not publicly available. There is a clear rift between the popular and academic conceptualizations of EI, with one side making broad claims and the other asking for restraint (Landy, 2005) . This rift magnifies the large gap in the literature concerning EI research and can only be brought to a close with further investigation of the EI construct. By investigating EI as a moderating variable, this study attempts to address this hole in the literature by adding to the empirically based information available regarding EI.
Models of Emotional Intelligence
Currently, there are several competing models of EI in the literature. The two principal models are known as the ability and mixed models. The primary focus of ability models is relating mental ability to EI (Mayer et al., 2000) ] . Proponents of the ability model do not believe that EI is independent from general mental ability (Van Rooy & Viswesvaran, 2004) . Mixed-models are thought to be less related to cognitive ability, and to include certain personality traits (Mayer et al., 2000; Van Rooy&Viswesvaran, 2004) . The three main conceptualizations of EI, representing both the ability and mixed models will now be reviewed in greater depth. The ability model is most closely associated with the work of Mayer, Salovey, and Caruso (Mayer et al, 2004; Salovey& Mayer, 1990; Salovey et al, 2002) . It consists of four main skills which will now be discussed in turn.

The first skill involves the ability to perceive and appraise emotion. This skill entails the individual being able to accurately assess and experience their emotions. It also requires that individuals be adapt at assessing the emotions of others and attributing emotions to objects (e.g. artwork).
The second skill concerns assimilating emotion into thought. One component of this skill involves using emotions to guide thinking and focus attention. A second component entails using emotion to aid one's judgment and memory, and relies to some extent on the expression of emotion occurring according to certain rules (Mayer et al., 2000) . For example, anger may occur in a situation that is deemed unfair, but happiness is not as likely to occur in that same situation. In this scenario the individual would need to understand what types of emotions normally occur in similar situations and may rely on past memories to assist their judgment.
The third skill, understanding and analyzing emotion, involves recognizing the rules of emotional expression and being able to appropriately label emotions.  Finally, emotion regulation involves being able to assess and adjust one's mood and the mood of others. An individual using this skill may be able to make his/her own anger subside or be of assistance in pacifying others who are upset. Emotional intelligence was measured using the 33-item Schutte Self-Report Inventory (SSRI) developed by Schutte and colleagues (Schutte et al, 1998) . The SSRI is a well known measure of emotional intelligence (Brackett & Mayer, 2003) . The measure is based on the original theoretical work of Salovey and Mayer (1990) on emotional intelligence. The developers began with a pool of 62 items, but through the use of factor analysis reduced the number of items to the current 33. Using factor analysis they initially extracted four factors, but determined that a single factor solution best fit the data. The authors of the scale found Cronbach's alpha of .90 in a community based sample and .87 in a student based sample (Schutte et al., 1998) . Test retest reliability covering a two-week period was found to be .78 (Schutte et al., 1998) The SSRI was found not to be related to cognitive ability as measured by SAT math and verbal scores (Schutte et al, 1998) . In terms of personality, although the original developers found that the measure was only related to the openness dimension of the NEO Personality Inventory (Schutte et al, 1998) , the results of subsequent studies have offered different results. In addition to openness, researchers have found that the SSRI correlates with extraversion, agreeableness, and conscientiousness (Brackett & Mayer, 2003; Saklofske et al., 2003) . The scale was negatively correlated with loneliness and depression (Saklofske et al., 2003) . One group of researchers did demonstrate that the SSRI has discriminant validity by showing that when personality was controlled, correlations between the measure and outcome variables were smaller but still significant (Saklofske et al., 2003) . The one factor solution proposed by the scale developers has been criticized. Several researchers have reanalyzed the factor analytics of the scale and determined that a four factor solution that more closely correspond to the Mayer and Salovey (1990) model fit best (Petrides&Furnham, 2000; Saklofske et al, 2003) . Unfortunately, the detection of these factors has not been consistent, as not all researchers have been able to replicate this finding (Brackett & Mayer, 2003) . Here, in this study among the 33 variables, the researcher after content validity and pilot study with 20 respondents refined the 33 variables into 29 variables.The SSRI is a well known measure of emotional intelligence (Brackett & Mayer, 2003) . The measure is based on the original theoretical work of Salovey and Mayer (1990) on emotional intelligence here, in this study among the original 33 variables, the researcher after content validity and pilot study with 20 respondents refined the 33 variables into 29 variables. Another construct to test the interaction and relationship with EI, Work engagement behavior was taken which can be defined as a positive and satisfying state of mind (Schaufeli& Bakker, 2004) . When applying the term to the workplace, engagement can be described as involving positive feelings towards work and the job (Macey& Schneider, 2008) .
Work Engagement
Work Engagement can be defined as a positive and satisfying state of mind (Schaufeli & Bakker, 2004) . When applying the term to the workplace, engagement can be described as involving positive feelings towards work and the job (Macey & Schneider, 2008) . The construct connotes multiple meanings and incorporates a variety of concepts including but not limited to satisfaction, vigor, dedication, energy, job involvement, and organizational commitment (Macey& Schneider, 2008) . Research on engagement evolved from research on its polar opposite, the construct of burnout (Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 2002) . This shift in the focus of researchers from the negative to the positive was largely influenced by the positive psychology movement (Schaufeli, Bakker, &Salanova, 2006; Schaufeli et al., 2002) . Positive psychology encourages researchers to attend to the positive qualities and strengths of humans instead of only focusing on psychopathology and maladjustment (Seligman &Csikszentmihalyi, 2000) . By focusing on engagement, researchers are able to attend to the positive aspects of work as opposed to the negative aspects as in burnout. Although no studies were found that directly related EI to engagement, two studies were identified that relate the use of job based resources to engagement. It is appropriate for these studies to be reviewed because within the context of the COR model, EI will be employed as a resource. The first study, based on a sample of Finnish teachers, demonstrated that job resources, (including but not limited to supervisor support, job control, and appreciation), reduced the effects of job demands, (in the form of student misbehavior), on work engagement (Bakker, Hakanen, Demerouti, &Xanthopoulou, 2007) . In other words, when the teachers were faced with a stressful situation, having resources protected their level of engagement from diminishing. In the second study, the authors were testing a model of burnout (Demerouti, Bakker, Nachreiner, &Schaufeli, 2001 ). They did not study engagement directly, but instead investigated its converse, disengagement. The researchers found that job resources negatively related to disengagement from work. Given the finding from the first study, this result makes sense and indirectly supports the idea that job resources might protect engagement level from stress. An additional study was identified that related work and family with engagement. The author of the study was interested in investigating how the theories of depletion, (which claims that an individual has a fixed amount of resources), and enrichment, (which argues that having a large number of role commitments may be beneficial), affected engagement in work and family roles (Rothbard, 2001) . The results of the study indicated that there were gender differences in the relationship between the management of the two domains and family and work engagement (Rothbard, 2001 ). The results revealed that family did not negatively influence work engagement for men, but for women work engagement was enhanced by family (Rothbard, 2001) . The first two studies provide support for the idea that job resources were related to engagement. This is significant because it lays the groundwork for proposing that EI as a resource could be related to engagement. The final study establishes that a relationship between the work family domains and engagement exists. This allows the current study to advance the literature by examining whether EI moderates this relationship. Although the gender differences in the work family study suggest that hypotheses could be investigated for both directions of WFC, the current study focused on just the WIF direction because of its higher frequency in the workplace. Engagement was measured using the shortened version of the Utrecht Work Engagement Scale (UWES) . The scale consists of 9 items and was designed to measure the three components of engagement: vigor, absorption, and dedication. The 7 point response scale ranged from never to always/every day. Sample items included: "At my work, I feel bursting with energy", "I am enthusiastic about my job," and "I feel happy when I'm working intensely" . In a study across 10 countries, Cronbach's alpha for the scale was usually found to be above .80 . Since the scale in its current version is fairly new, a review of the literature did not uncover many studies that have used the measure. However, one study that did use the shortened scale found that Cronbach's alpha was above .75 but did not report the specific coefficient for the UWES scale (Heuven, Bakker, Schaufeli, &Huisman, 2006) . In addition, the components of the shortened scale were highly correlated with the original scale with correlations between the two generally above .90 across the different countries. Test-retest reliability was measured in two countries, Australia and Norway, over a one year period. Coefficients for the three components ranged between .56 and .61 in Australia and were slightly higher in Norway where they ranged between .66 and .71. The scale authors suggest that the total score for all 9 items of the scale be used as a measure of work engagement instead of calculating scores for the 3 different engagement components due to high correlations between the 3 components. The scale was appropriate for the current study because it measured all three aspects of engagement but was also short so it was not burdensome for participants to complete. Scale brevity was important in the current study because so many measures are being used.
Insert Figure 1 - 
Reliability Statistics
Insert Table 3 -here The alpha values were calculated to assess the internal consistency reliabilities of the Emotional Intelligence Construct. For Emotional Intelligence Construct, the results indicate a very good acceptable value of .907. Since, Item-to-total correlations exceeded 0.50 respectively by a wide margin. Insert Table 4 -here The alpha values were calculated to assess the internal consistency reliabilities of the Work Engagement Behavior. For Work Engagement Behavior, the results indicate a very good acceptable value of .920. Since, Item-to-total correlations exceeded 0.50 respectively by a wide margin.
Insert Table 5 -here H0: There is no significant association between Work Experience and Employee motivates them by imagining a good outcome to tasks they take on. H1: There is significant association between Work Experience and Employee motivate themselves by imagining a good outcome to tasks they take on. A low significance value of .011 which is typically below 0.05 indicates that, there is significant association between employee work experience and employee motivates themselves by imagining a good outcome to tasks they take on.
Insert Table 6 -here 4.2 Hypothesis H0: There is no significant difference between Work Experience with that of Employee motivates them by imagining a good outcome to tasks they take on. H1: There is significant difference between Work Experience with that of Employee motivates them by imagining a good outcome to tasks they take on. A low significance value of .002 which is typically below 0.05 indicates that, there is significant difference between employee work experience groups with that of employee motivates themselves by imagining a good outcome to tasks they take on.
Insert Table 7 -here Dependent Variable: I motivate myself by imagining a good outcome to tasks I take on. The table 7 lists the pair wise comparisons of the group means for all selected post hoc procedures. Mean difference lists the differences between the sample means. Significance lists the probability that the population mean difference is zero. A 95% confidence interval is constructed for each difference. If this interval contains zero, the two groups do not differ. It is observed from the above table there remains a difference between less than 1year experience group and 2 years experience group, one year and 2years and more than 3 years and two years in determining Employee motivate themselves by imagining a good outcome to tasks they take on, which is clearly denoted by the * mark in the mean difference column.
Insert Table 8 -here Total Variance Explained exhibits the result of factor analysis with principal component analysis of 29 items of Emotional Intelligence were total variance explained with 8 factors were extracted out of 29 items and this has been confirmed by the Eigen value for the extracted factors were (9.175), (2.534), (1.783), (1.529), (1.433), (1.265), (1.177), and (1.120) respectively greater than recommended level of 1.It is worth noted that the first factor explained a variance of 31.638 percent from the original set of items. Moreover, the eight factors explained a cumulative variance of 69.022 percent from the 29 Emotional Intelligence construct. Rotated component matrix shows the result of factor analysis with the extraction technique of principal component analysis as well as the rotated component matrix based on the varimax rotation technique with Kaiser Normalization. It is inferred that the researcher identified eight factors namely, Factor 1 I use good moods to help myself keep trying in the face of obstacles; I easily recognize my emotions as I experience them; I motivate myself by imagining a good outcome to tasks I take on; I help other people feel better when they are down; When I am in a positive mood, I am able to come up with new ideas; When I am in a positive mood, solving problems is easy for me; I am aware of the non-verbal messages other people send and form Factor 1.
Factor 2
The variables Emotions are one of the things that make my life worth living; Some of the major events of my life have led me to re-evaluate what is important and not important; I expect that I will do well on most things I try; I am aware of my emotions as I experience them; I expect good things to happen; When I am faced with obstacles, I remember times I faced similar obstacles and overcame them; Other people find it easy to make known in me and form Factor 2.
Factor 3
The variables I am aware of the non-verbal messages I send to others; By looking at their facial expressions, I recognize the emotions people are experiencing; I present myself in a way that makes a good impression on others; When I experience a positive emotion, I know how to make it last; I seek out activities that make me happy and form Factor 3.
Factor 4
The variables I can tell how people are feeling by listening to the tone of their voice; I know when to speak about my personal problems to others and form Factor 4.
Factor 5
The variables namely when another person tells me about an important event in his or her life, I almost feel as though I have experienced this event myself; I know what other people are feeling just by looking at them and form Factor 5.
Factor 6
Variables namely I like to share my emotions with others and forms Factor 6.
Factor 7
Variables namely I know why my emotions change and forms Factor 7. Factor 8 Finally, the variables namely it is difficult for me to understand why people feel the way they do and forms Factor 8.
Insert Table 9 -here The Table 9 Regression Model Summary table displays On an average if the variable namely When employee experience a positive emotion, they know how to make it last there will be .428 units increase in the Overall Work Engagement Behavior when other variables are kept constant. Moreover the result of the t test confirms that the calculated partial regression coefficient, such as (.428), (.278), (.352), (-.242), and (-.156) are highly significant at 1 percent level and 5 percent level. Similarly the multiple R of 0.589 shows there exist a relationship of 58.9 percent between the variables of Emotional Intelligence and Overall Work Engagement. The R square value of 0.347 exhibits that, the variables of Emotional Intelligence explained a variation of 34.7 percent on the Overall Work Engagement. Finally the result of f -test signifies that the explained variation by the above said variables in the Emotional Intelligence Constant was highly significant at 1 percent level. From the above analysis it is concluded that the variables of Emotional Intelligence namely When employee experience a positive emotion, they know how to make it last; Employees arrange events others enjoy; Employees aware of the non-verbal messages other people send are the dominant variables which impact on the employee Work Engagement behavior.
Conclusion & Implication of the research
Through the substantiation out of the research model & hypothesis the study through correlation analysis proves the alternative hypothesis and rejects the null hypothesis there by there is a significant linear association between the Overall Emotional Intelligence and Overall Work Engagement behavior. It is critically observed the pearsons correlation co-efficient value of .377(**) indicates positive weaker relationship between the above said variables which is a reflection of Emotional Intelligence behavior alone will not influence Work Engagement behavior. Hence managers need to identify those variables which influence Work Engagement behavior apart from the existing Emotional Intelligence construct variables used for this study. Statistically by critical observation from post hoc test the study witnessed that there is a difference between the groups. That is there is a difference between "Less than 1 year and 2 Year", "1 year and 2 Year", "More than 3 year and 2 Year". Hence it is concluded that employee motivate themselves by imagining a good outcome to task that they take on. When their respective work experience of their job increases.As a managerial implication Work Experience play a crucial role in enhancing the Emotional Intelligence behavior. So future managers need to associate employee motivate themselves by imagining a good outcome to task that they take on and Work Experience while the deal with Emotional Intelligence behavior.Adequately the R square value indicate that the model fit the data is not up to the expected satisfactory level which should be normally .7 and above.Here from the study R square value of .347 only observed using stepwise multiple regression method.Hence the researcher need to explore other unidentified variables which enhance Work Engagement behavior.Managers can focus on the dominant variables of Emotional Intelligence construct namely, When employee experiences a positive emotion, they know how to make it last; Employees arrange events others enjoy; Employees aware of the non-verbal messages other people send is to enhance Work Engagement behavior.The factor analysis of the study extracts eight dimensions out of 29 variables in the research reviewed Emotional Intelligence construct.So managers need to focus on these eight Emotional Intelligence dimensions when they explore Emotional Intelligence study. (2-tailed) .000 N 119 119 ** Correlation is significant at the 0.01 level (2-tailed). (Schutte et al, 1998 ) 
Psychologist
